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PREAMBLE

This Agreement, entered into by the City of Saint Paul, hereinafter referred to as the Employer,
and the City of Saint Paul Classified Confidential Employees Association, hereinafter referred to asthe
Association, has asiits purpose the promotion of harmonious relations between the Employer and the
Association, the establishment of an equitable and peaceful procedure for the resolution of differences,

and the establishment of rates of pay, hours of work, and other conditions of employment.



ARTICLE 1- RECOGNITION

11

1.2

The Employer recognizes the Association as the sole and exclusive bargaining agent for the
purpose of establishing sdaries, wages, hours and other conditions of employment for dl of its
employees as outlined in the certification by the State of Minnesota, Bureau of Mediation
Services, dated November 12, 1975, in Case No. 76-PR-658-A and October 14, 1977, in
Case No. 77-PR-685-A, and set forth in Section 1.2 below.

The bargaining unit covered by this Agreement shdl congs of the following: All cdassfied
confidential employees employed in: City Attorney’s Office, Budget Office, Offices of the
Mayor and Human Resources and the Divison of Risk and Employee Benefit Management, in

the dassfications of:

Clerical and Technical Group

Accounting Technician I
Benefits Specidist
Clericd Trainee
Clerk |

Clerk 11

Clerk 111

Clerk IV

Clerical Supervisor
Clerk-Typigt |
Clerk-Typist I
Clerk-Typist 11

Professional Group

Budget Andyst

Budget Assstant

Chief Budget Andyst

Claims Manager

Employee Benefits Coordinator
Human Resources Specidist |
Human Resources Specidist 1
Human Resources Specidist 111

EDP Programmer

EDP Programmer Trainee
Human Resources Records Clerk
Human Resources Technician 111
Secretary

Secretary (Stenographer)
Service Worker 11

Research Andyst |

Risk Andyst

Sdection & Validation Specidist

Senior Budget Andyst

Training & Org. Development Specidist
Workers Compensation Claims Adm.



ARTICLE 1- RECOGNITION (Continued)

1.3

14

Any present or future employee who is not an Association member shall be required to
contribute afair share fee for services rendered by the Association, and upon notification by the
Asociation, the Employer shall check off said fee from the earnings of the employee and
transmit the same to the Association. In no instance shall the required contribution exceed a
pro rata share of the specific expensesincurred for services rendered by the representativein
relationship to negotiations and adminigiration of grievance procedures. This provison shal
remain operative only so long as specificaly provided by Minnesota law, and as otherwise

legd.

The Association agrees to indemnify and hold the Employer harmless againgt any and al claims,
auits, orders or judgments brought or issued against the Employer as a result of any action taken
or not taken by the Employer under the provisons of this Article 1, Section 1.3.

ARTICLE 2 - CHECK OFF

21

2.2

The Employer agrees to deduct the Association membership initiation fee assessments and once
each month dues from the pay of those employees who individualy request in writing that such
deductions be made. The amounts to be deducted shdl be certified to the Employer by a
representative of the ASSOCIATION and the aggregate deductions of dl employees shal be
remitted together with an itemized statement to the representative by the first of the succeeding
month after such deductions are made or as soon theresfter asis possible.

The Association agrees to indemnify and hold the Employer harmless againg any and dl daims,
auits, orders or judgments brought or issued against the Employer as aresult of any action taken
or not taken by the Employer under the provisons of this Article.

ARTICLE 3- HOURS OF WORK

31

3.2

33

34

The norma work day shall be seven and thregffourths (73/2) consecutive hours per day,
excluding aforty-five (45) minute lunch period, fifteen (15) minutes of which shal be pad.

The normd work week shdl be five (5) consecutive norma work daysin any seven (7) day
period.

For employees on a shift bag's, this shal be construed to mean an average of thirty-eight and
threeffourths (38%4) hours per week.

This section shdl not be construed as, and is not a guarantee of, any hours of work per normal
work day or per normal work week.



ARTICLE 3- HOURS OF WORK (Continued)

35

3.6

3.7

3.8

39

3.10

Time on the payroll in excess of the norma hours st forth abovein this ARTICLE shdl be
"overtime work" and shdl be done only by order of the Head of the Department.

Employeesin this bargaining unit working in atitle liged in Artidle 2 under the heading "Clerica
and Technica Group" shall be recompensed for work done in excess of the norma hours
edtablished above in this Article by being granted compensatory time on atime and one-half
bads or by being paid on atime and one-hdf bass for such overtime work. The overtime rate
of one and one-half shall be computed on the basis of 1/80th of the biweekly rate.

An employee working in atitle listed in Article 1.2 under the heading, "Professona Group,”
and which isin Sdary Grade 11 or below shall receive overtime compensation in accordance
with the Fair Labor Standards Act (FLSA). The method of this compensation shall be
determined soldy by the Employer.

An employee working in atitle listed in Article 1.2 under the heading "Professona Group,” and
whichisin Sdary Grade 12 or above and who, in other than norma circumstances, works
more than hisher assigned norma work day or assgned norma work week may receive
compensatory time or pay on astraight time basis for the extra hours worked. The method of
compensation shal be determined solely by the Employer.

It is understood by the parties that Section 28.H - Overtime of Resolution No. 3250 shal not
apply to employeesin this bargaining unit working under atitle listed in Article 1.2 under the
heading, "Professiona Group.”

Norma work schedules showing the employee's shift, work days and hours shdl be posted on
al department bulletin boards at dl times. 1t isaso understood that deviation from posted
work schedules shdl be permissible due to emergencies or acts of God, and overtime may be
required.

Call-In Pay - When an employee is cdled to work, he/she shal receive two hours pay if not
put to work. If he/sheis called to work and commences work, he/she shal be guaranteed four
hours pay. These provisions, however, shal not be effective when work is unable to proceed
because of adverse weather conditions; nor shdl these provisions apply to temporary or
emergency employees nor to employees employed under any of thetitleslisted in Section 3.B
of the Civil Service Rules under the heading "Specia Employments'; nor to any person whose
regular scheduled workday is less than four hours.



ARTICLE 3- HOURS OF WORK (Continued)

3.11 Notwithstanding Articles 3.1 through 3.6, employees may, through mutua agreement with the

3.12

3.13

Employer, work schedules other than schedules limited by the norma work day and work
week as st forthin Articles 3.1, 3.2 and 3.3. Overtime compensation for employees working
under such agreements shall be subject to the provisons, for same, as st forth by the Fair
Labor Standards Act.

For employees who wish to share a position, the Employer will attempt to provide options for
implementing a sharing arangement.  Such an arrangement must be mutualy agreed upon by
the Employer and the employees involved. Vacation, holiday and sick leave benefits for
employees who share a position shal be pro-rated based upon the percent of hours worked.
Hedth insurance benefits shdl be administered in accordance with the provisions of Article 10
of this Agreement. In the event that one of the employees participating in the shared position is
terminated or terminates employment, the Employer shal post the job sharing vacancy for a
period of ten (10) days. If at the end of ten (10) days such vacancy cannot befilled, the
Employer shal have the option of increasing the remaining employee's work hours.

Articles 3.11 and 3.12 shadl not be subject to the provisions of Article 6 of this Agreement.

ARTICLE 4 - WORK BREAKS

4.1

4.2

Rest Periods All employees work schedules shdl provide for afifteen minute rest period
during each one-hdf shift. The rest period shdl be scheduled by management at approximately
the middle of each one-hdf shift whenever it isfeasble.

If an employee is scheduled to work afull haf shift beyond histher regular quitting time, he/she
shdl be entitled to the rest period that occurs during said half shift.

ARTICLE 5-HOLIDAYS

5.1

Holidays recognized and observed. The following days shdl be recognized and observed as
paid holidays.

New Year's Day Veterans Day

Martin Luther King Day Thanksgiving Day
Presidents Day Day after Thanksgiving
Memorid Day Chrigtmas Day

I ndependence Day Two floating holidays
Labor Day



ARTICLE 5- HOLIDAY'S (Continued)

Eligible employees shdl receive pay for each of the holidays listed above, on which they
perform no work. Whenever any of the holidays listed above fals on a Saturday, the preceding
Friday shdl be observed asthe holiday. Whenever any of the holidays listed above fdlson a
Sunday, the succeeding Monday shall be observed as the holiday. For those employees
assigned to awork week other than Monday through Friday, the holiday shal be observed on
the calendar date of the holiday.

5.2  Thefloating holidays st forth in Section 5.1 above may be taken at any time during the
contract year, subject to the approva of the Department Head of any employee.

5.3  Eligibility Requirements In order to be digible for aholiday with pay, an employegs name
must appear on the payroll on any six working days of the nine working days preceding the
holiday; or an employee's name must gppear on the payroll the last working day before the
holiday and on three other working days of the nine working days preceding the holiday. In
neither case shdl the holiday be counted as aworking day for the purposes of this section. Itis
further understood that neither temporary, emergency, nor other employees not heretofore
eigible shdl receive haliday pay.

54  Not withstanding Article 5.3, effective April 1, 1984 atemporary employee shal be digible for
holiday pay only after such employee has been employed as a temporary employee for
Sixty-seven (67) consecutive work days. No temporary employee shdl be digible for any
floating holidays.

ARTICLE 6- EMPLOYEE RIGHTS - GRIEVANCE PROCEDURE

6.1  The Employer shal recognize sewards sdected in accordance with Association rules and
regulations as the grievance representative of the bargaining unit. The Association shall notify
the EMPLOY ER in writing of the names of the Sewards and of their successors when so
named.

6.2  Itisrecognized and accepted by the Employer and the Association that the processing of
grievances as hereinafter provided is limited by the job duties and responsibilities of the
employees and shdl therefore be accomplished during working hours only when consistent with
such employee duties and respongbilities. The steward involved and a grieving employee shal
suffer no lossin pay when agrievance is processed during working hours, provided the steward
and the employee have notified and received the gpprova of their supervisor to be absent to
process a grievance and that such absence would not be detrimenta to the work programs of
the Employer.

6.3  For the purposes of this Article 6, agrievance is defined as an dleged violation of the terms and
conditions of this Agreement.



ARTICLE 6 - EMPLOYEE RIGHTS- GRIEVANCE PROCEDURE
(Continued)

6.4  Grievances shdl be resolved in conformance with the following procedure:

Step 1 Upon the occurrence of an aleged violation of this Agreement, the employee involved
with or without the steward shall atempt to resolve the matter on an informa basis with the
employee's supervisor. If the matter is not resolved to the employee's satisfaction by the
informa discussion, it may be reduced to writing and referred to Step 2 by the Association.
The written grievance shdl set forth the nature of the grievance, the facts on which it is based,
the alleged section(s) of the Agreement violated, and the relief requested. Any dleged violation
of the Agreement not reduced to writing by the Association within fourteen (14) work days of
the first occurrence of the event giving rise to the grievance, shdl be considered waived.

Step 2 Within seven (7) work days after receiving the written grievance a designated Employer
supervisor shall meet with the Association steward and attempt to resolve the grievance. If, as
aresult of this meeting, the grievance remains unresolved, the Employer shdl reply in writing to
the Association within seven (7) work days following this meeting. The Association may refer
the grievance in writing to Step 3 within seven (7) work days following receipt of the
Employer's written answer. Any grievance not referred in writing by the Association within
seven (7) work days following receipt of the Employer's answer shdl be considered waived.

Step 3 Within seven (7) work days following receipt of a grievance referred from Step 2, a
designated Employer supervisor shdl meet with the Association Business Manager or hisher
designated representative, the employee and the seward and attempt to resolve the grievance.
Within seven (7) work days following this meeting, the Employer shdl reply in writing to the
Association gating the Employer's answer concerning the grievance. If, asaresult of the
written response, the grievance remains unresolved, the Association may refer the grievance to
Step 4. Any grievance not referred in writing by the Association to Step 4 within seven (7)
work days following receipt of the Employer's answer shdl be consdered waived.

Optional Mediation Step

1 If the grievance has not been satisfactorily resolved at Step 3, either the Union or the
Employer may, within ten (10) calendar days, request mediation. If the parties agree
that the grievance is suitable for mediation, the parties shdl submit ajoint request to the
Minnesota Bureau of Mediation Services for the assgnment of amediator. Grievance
mediation shal be completed within thirty (30) days of the assgnment unless the parties
mutualy agree to lengthen the time limit.



ARTICLE 6 - EMPLOYEE RIGHTS- GRIEVANCE PROCEDURE
(Continued)

2. Grievance mediation is an optiona and voluntary part of the grievance resolution
process. It isasupplement to, not a substitute for, grievance arbitration. When
grievance mediation is invoked, the contractud time limit for moving the grievance to
arbitration shall be delayed for the period of mediation.

3. The grievance mediation process shdl be informa. Rules of evidence shdl not apply
and no record shal be made of the proceeding. Both sides shdl be provided ample
opportunity to present the evidence and argument to support their case. The mediator
may meet with the partiesin joint sesson or in separate caucuses.

4, At the request of both parties, the mediator may issue an oral recommendation for
Seitlement. Either party may request that the mediator assess how an arbitrator might
rulein this case.

5. The grievant shal be present a the grievance mediation proceeding. If the grievanceis
resolved, the grievant shal sgn a statement agreeing to accept the outcome. Unlessthe
parties agree otherwise, the outcome shal not be precedential.

6. If the grievance is not resolved and is subsequently moved to arbitration, such
proceeding shall be de novo. Nothing said or done by the parties or the mediator
during grievance mediation, with respect to their positions concerning resolution or
offers of settlement, may be used or referred to during arbitration.

Step 4 If the grievance remains unresolved, the Association may within seven (7) work days
after the response of the Employer in Step 3, by written notice to the Employer, request
arbitration of the grievance. The arbitration proceedings shal be conducted by an arbitrator to
be sdlected by mutud agreement of the Employer and the Association within seven (7) work
days after notice has been given. If the partiesfail to mutualy agree upon an arbitrator within
the said seven (7) day period, either party may request the Public Employment Relations Board
to submit a pand of five (5) arbitrators.

Both the Employer and the Association shdl have the right to strike two (2) names from the
pand. The Asociation shall gtrike the firgt (1) name; the Employer shdl then strike one (1)
name. The processwill be repeated and the remaining person shal be the arbitrator.

6.5  Thearbitrator shdl have no right to amend, modify, nullify, ignore, add to, or subtract from the
provisons of this Agreement. The arbitrator shal consider and decide only the specific issue
submitted in writing by the Employer and the Association and shal have no authority to make a
decison on any other issue not so submitted. The arbitrator shall be without power to make
decisons contrary to or incongstent with or



ARTICLE 6-EMPLOYEE RIGHTS - GRIEVANCE PROCEDURE

6.6

6.7

6.8

6.9

(Continued)

modifying or varying in any way the application of laws, rules, or regulaions having the force
and effect of law. The arbitrator's decision shdl be submitted in writing within thirty (30) days
following close of the hearing or the submission of briefs by the parties, whichever be later,
unless the parties agree to an extenson. The decision shall be based solely on the arbitrator's
interpretation or gpplication of the express terms of this Agreement and to the facts of the
grievance presented. The decision of the arbitrator shdl be final and binding on the Employer,
the Association and the employees.

The fees and expenses for the arbitrator's services and proceedings shal be borne equally by
the Employer and the Association, provided that each party shall be responsble for
compensating its own representatives and witnesses. If either party desires a verbatim record
of the proceedings, it may cause such arecord to be made, providing it pays for the record.

The time limitsin each step of this procedure may be extended by mutud agreement of the
Employer and the Association.

It is understood by the Association and the Employer that a grievance may be determined by
elther the grievance procedure of this contract or by the provisions of the Civil Service Rules of
the City of Saint Paul. If anissueis determined by this grievance procedure it shal not again be
submitted for arbitration under the Civil Service Rules. If anissueis determined by the
provisons of the Civil Service Rulesit shal not again be submitted for arbitration under this
grievance procedure.

The provisons of this Article 6 shall not gpply to Articles 3.11 and 3.12 of this Agreement.

ARTICLE 7-CITY MILEAGE

7.1

7.2

Automobile Reimbur sement Authorized: Pursuant to Chapter 33 of the Saint Paul
Adminigrative Code, as anended, pertaining to rembursement of City officers and employees
for the use of their own automobilesin the performance of their duties, the following provisons
are adopted.

Method of Computation: To bedigible for such rembursement, dl officers and employees
must receive written authorization from the Department Head.

Type 1 If an employeeisrequired to use his’her own automobile OCCASIONALLY during
employment, the employee shdl be reimbursed at the rate of $4.00 per day for each day the
employegsvehicleis actudly used in performing the duties of the employegs position. In
addition, the employee shdl be rembursed $.20 per mile for each mile actudly driven.



ARTICLE 7-CITY MILEAGE (Continued)

7.3

7.4

If such employeeis required to drive an automobile during employment and the Department
Head or designated representative determines that an employer vehicleis available for the
employee's use but the employee desires to use his’her own automobile, then the employee
shdl be reimbursed at the rate of $.20 per mile driven and shdl not be digible for any per diem.

Type 2 If an employeeisrequired to use hisher own automobile REGULARLY during
employment, the employee shal be reimbursed at the rate of $4.00 per day for each day of
work. In addition, the employee shall be reimbursed $.20 per mile for each mile actudly
driven.

If such employee is required to drive an automobile during employment and the department
head or designated representative determines that an employer vehicle is avalable for the
employee's use but the employee desires to use his’her own automobile, then the employee
shdl be reimbursed at the rate of $.20 per mile driven and shdl not be digible for any per diem.

The City will provide parking at the Civic Center Parking Ramp for City employees on ether of
the above mentioned types of reimbursement plans who are required to have their persond car
avalable for City business. Such parking will be provided only for the days the employeeis
required to have his or her own personal car available.

Rules and Regulations: The Mayor shdl adopt rules and regulaions governing the
procedures for automobile reimbursement, which regulations and rules shal contain the
requirement that recipients shdl file daily reports indicating miles driven and shdl file monthly
affidavits stating the number of days worked and the number of miles driven, and further require
that they maintain automobile liability insurance in amounts of not less than $100,000/$300,000
for persona injury, and $25,000 for property damage, or liability insurance in amounts not less
than $300,000 single limit coverage, with the City of Saint Paul named as an additiond insured.
These rules and regulations, together with the amendment thereto, shall be maintained on file
with the City Clerk.

ARTICLE 8- RESIDENCY

8.1

The Residency Resolution effective August 4, 1979, in Council File No. 273378 shal apply to
al employees covered by this Agreement.



ARTICLE 9- VACATION

9.1

9.2

9.3

9.4

9.5

Each employee working in atitle listed in Article 1.2 under the heading "Clericd and Technica
Group" shdl accumulate vacation credits at the rates shown below for each full hour on the
payrall, excluding overtime.

Yearsof Service Hours of Vacation
1<t year thru 4th year .0385 (10 days)
5th year thru Sth year .0616 (16 days)
10th year thru 15th year 0731 (19 days)
16th year thru 23rd year .0885 (23 days)
24th year and thereafter 1000 (26 days)

Each employee working in atitle liged in Article 1.2 under the heading "Professiond Group”
shdl accumulate vacation &t the rates shown below for each full hour on the payroll, excluding
overtime.

Yearsof Service Hours of Vacation
1t year thru 4™ year 0577 (15 days)
5" year thru 7" year .0692 (18 days)
8th year thru 15th year .0846 (22 days)

16th year thru 19th year 0962 (25 days)
Twenty years and beyond 1000 (26 days)

The Head of the Department may permit an employee to carry over up to one hundred twenty
(120) hours of vacation into the next "vacation year." For the purpose of this article, the
"vacation year" shdl bethefisca year (IRS payrall reporting year).

The above provisons of vacation shdl be subject to the Saint Paul Sdary Plan and Rates of
Compensation, Section |, Sub. H.

Employees under the heading “Professona Group” may request compensation in cash for up to
one week of unused vacation annualy. Payment will be a the discretion of the Department
Head and additiondly, limited by the availability of fundsin the Department’s Budget. Article
9.5 shdl not be subject to the provisons of Article 6 of this Agreement.

10



ARTICLE 10 - INSURANCE

Active Employees

10.1

10.2

10.3

104

10.5

10.6

The insurance plans, premiums for coverages and benefits contained in the insurance plans
offered by the employer shal be soldly controlled by the contracts negotiated by the Employer
and the benefit providers. The Employer will attempt to prevent any changes in the benefits
offered by the benefit providers. However, the employees sdecting the offered plans agree to
accept any changes in benefits which a specific provider implements.

For each digible employee working under atitle listed in ARTICLE 1.2 under the heading
"Clericd and Technicd Group,” who is employed full time and who sdects employee hedth
coverage provided by the EMPLOYER, the EMPLOY ER agrees to contribute the full cost of
the single hedth insurance premium. Effective for the January, 1999 insurance premiums, for
each digible employee who sdlects family hedlth insurance coverage, the EMPLOY ER will
contribute the cost of such family coverage, or $383. 12 per month, whichever isless.
Retroactive payment adjustments shall gpply only to Employees who were employed by the
City as of the date of signing of this contract.

Effective for the January, 2000 insurance premiums, for each digible full-time employee shown
in ARTICLE 10.2 above who sdlects family hedth insurance coverage, the EMPLOY ER will
contribute the cost of such family coverage, or  $383.12 plus the 2000 single coverage
premium increase amount per month, whichever isless.

Effective for the January, 1999 insurance premiums, for each digible full-time employee
working under atitle listed in ARTICLE 1.2 under the heading "Professond,” the
EMPLOY ER agrees to contribute, $300.00 per month toward the cost of Single Hedlth
Insurance Coverage, or $352.04 per month toward the cost of Family Hedlth Insurance
Coverage. Retroactive payment adjustments shall apply only to Employees who were
employed by the City as of the date of signing of this contract.

Effective for the January, 2000 insurance premiums, for digible full-time employees shown in
ARTICLE 10.4 above, the EMPLOY ER agrees to contribute $295.00 per month toward the
cost of Single Hedlth Insurance Coverage, or $352.04 plus 50% of the 2000 family coverage
premium increase amount per month toward the cost of Family Hedlth Insurance Coverage.

For the purpose of this ARTICLE 10, full-time benefits will goply to those part-time employees
who appear on the payroll an average of at least 64 hours per biweekly pay period for the
twelve (12) month period preceding the annua open enrollment or specid enroliments, or the
Sx month period preceding initid enrollment.

11



ARTICLE 10 - INSURANCE (Continued)

10.7

10.8

Three-quarter time benefits will gpply to those part-time employees who appear on the payroll
an average of at least 52 hours, but less than 64 hours, per biweekly pay period for the twelve
(12) month period preceding the annua open enrollment or specid enrollments, or the six
month period preceding initia enrollment.

Half-time benefits will apply to those part-time employees who appear on the payroll an
average of at least 40 hours, but less than 52 hours, per biweekly pay period for the twelve
(12) month period preceding the annua open enrollment or specid enrollments, or the Six
month period preceding initid enrollment.

For each digible employee covered by this AGREEMENT who is digible for haf-time benefits
and who sdlects single or family hedlth insurance coverage, the EMPLOY ER agreesto
contribute fifty percent (50%) of the amount contributed for employees digible for full-time
benefits with the same single or family sdlection in the same insurance plan.

For each digible employee covered by this AGREEMENT who is digible for three-quarter
time benefits and who sdects single or family hedlth insurance coverage, the EMPLOY ER
agrees to contribute seventy-five percent (75%) of the amount contributed for employees
igible for full-time benefits with the same single or family sdection in the same insurance plan.

Part-time employees who are permanently appointed to a full-time (80 hours per biweekly pay
period) position after the commencement of the plan year, shdl be made digible for full-time
benefits after they have completed at least forty hoursin amonthly qudifying pay period asa
full-time employee.

Full-time employees who are permanently appointed to a part-time (less than 80 hours per
biweekly pay period) position after the commencement of the plan year, shal be reduced to the
benefit level applicable for the hours scheduled by the department.  Such reduction shdl teke
effect on the firs month the employee does not complete a monthly quaifying pay period asa
full-time employee.

For each digible employee working in atitle listed in ARTICLE 1.2 under the heading "Clerica
and Technicd Group," and who has selected hedlth insurance coverage, the EMPLOY ER
agrees to contribute the cost of $20,000 life insurance. Employees who waive participation in
the hedlth insurance plan shdl not be digible for this life insurance, nor shdl they be digible to
participate in any optiona coverages or flexible spending accounts.

12



ARTICLE 10 - INSURANCE (Continued)

10.9

10.10

10.11

10.12

Under the "Cafeteria Plan," employees working in atitle listed in ARTICLE 1.2 under the
heading "Professond” must sdlect a least Single hedlth insurance coverage and employee life
insurance in an amount equa to the employee's annua sdary to the nearest full thousand if they
elect to participate. For the purpose of this section, the employee's annua salary shdl be based
on the employee's sdary as of the month prior to the annua open enrollment. Any unused
portion of the EMPLOY ER'S contribution for which a participating employeeisdigibleis
defined as unused benefit dollars, not sdary, and shall be paid to the employee as taxable
income. Such payment will be made during the month of December for the insurance yesr.
Employees who waive participation shal not be eigible to participate in any coverages or
flexible spending accounts, and shdl not be digible for the payment of unused benefit dollars.

Employees covered by this Agreement will be digible to participate in the Hexible Spending
Account as offered by the Employer. The service fee charged to participating employees shall
be paid by the employee.

Employees covered by this Agreement shdl be digible to participate in the Dependent Care
Reimbursement Account as offered by the Employer. The service fee charged to participating
employees shal be paid by the Employer.

Retroactive EMPLOY ER'S insurance contributions shdl apply to dl who remain employed by
the EMPLOY ER as of the date of signing this agreement.

Retiree Insurancefor Clerical, Technical and Professional Employees

10.13

Employees who retire must meet the following conditions at the time of retirement in order to be
eigiblefor the Employer contributions, listed in Sections 10.14 through 10.24 below, toward a
hedlth insurance plan offered by the Employer:

10.13(2) Be recaiving benefits from a public employee retirement act at the time of
retirement, and

10.13(2) Have severed higher relationship with the City of Saint Paul for reasons other
than misconduct, and

10.13(3) Service requirements for retiree hedth insurance digibility will not include years

of service with School Didtrict No. 625 for employees hired by the City, or
transferred to the City, after February 27, 1998.

13



ARTICLE 10 - INSURANCE (Continued)

Early Retirees
10.14 This Section gpplies to employees who:

10.14(2) Retire on or after January 1, 1996, and

10.14(2) Have completed twenty (20) years full-time service with the City of Saint Paull,
unless recaiving a disability pension from the City of Saint Paul, and

10.14(3) Were gppointed prior to January 1,1996, and

10.14(4) Meet the terms st forth in Section 10.13 above, and

10.14(5) Sdect a hedth insurance plan offered by the Employer.

Until such employees reach sixty-five (65) years of age, the Employer agreesto contribute a
maximum of $350.00 per month toward the cost of single or family hedlth insurance coverage.
Any unused portion shal not be paid to the retiree. In addition, the Employer will contribute
the cost for $5,000 life insurance coverage for employees under the heading of * Professiona”
and the cost for $20,000 life insurance coverage for employees under the heading of "Clerica
and Technica Group," until the retiree attains the age of sixty-five (65)

Only dependents of record at the time of retirement shal be digible for City contribution.
When such early retiree attains age sixty-five (65), the provisons of Section 10.16 shal gpply.
10.15 This Section shdl gpply to employees who:

10.15(2) Retire on or after January 1, 1996, and have completed twenty (20) years full-
time with the City of Saint Paul, unless recaiving a disability penson from the
City of Saint Paul, and

10.15(2) Were gppointed on or after January 1, 1996, and

10.15(3) Have not attained age sixty-five (65) a retirement, and

10.15(4) Meet the conditions of Section 10.13 above, and

10.15(5) Sdect a hedth insurance plan offered by the Employer.

Until such employees reach sixty-five (65) years of age, the Employer agreesto contribute a
maximum of $300.00 per month toward the cost of single hedlth insurance coverage; no
employer contribution will be applied to the cost of dependent hedlth insurance coverage. Any
unused portion shdl not be paid to the retiree. In addition, the Employer will contribute the cost
for $5,000 life insurance until the retiree attains the age of sixty-five (65).
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ARTICLE 10 - INSURANCE (Continued)

When such early retiree attains age sixty-five (65), the provisons of Section 10.17 shal apply.

Regular Retirees (Age 65 and over)

10.16

10.17

10.18

This Section shdl gpply to full-time employees who:

10.16(2) Retire on or after January 1, 1996, and

10.16(2) Were gppointed prior to January 1, 1996, and

10.16(3) Have completed twenty (20) years full-time with the City of Saint Paul, unless
receiving a disability penson from the City of Saint Paul, and

10.16(4) Have attained age sixty-five (65) at retirement, and

10.16(5) Meet the conditions of Section 10.13 above, and

10.16(6) Sdect a hedth insurance plan offered by the Employer.

The Employer agrees to contribute up to a maximum of $550.00 per month toward the cost of
sngle or family hedth insurance coverage. Any unused portion shal not be paid to the retiree.
No life insurance coverage will be provided.

Only dependents of record at the time of retirement shal be digible for City contribution.
This Section shdl gpply to full-time employees who:

10.17(2) Retire on or after January 1, 1996, and

10.17(2) Were gppointed on or after January 1, 1996, and

10.17(3) Have completed twenty (20) years full-time service with the City of Saint Paull,
unless receiving a disability pension from the City of Saint Paul, and

10.17(4) Have attained age sixty-five (65) at retirement, and

10.17(5) Meet the conditions of Section 10.13 above, and

10.17(6) Sdect a hedth insurance plan offered by the Employer.

The Employer agrees to contribute up to a maximum of $300.00 per month toward the cost of
sngle heath insurance coverage; no employer contribution will be gpplied to the cost of
dependent hedlth insurance coverage. Any unused portion shall not be paid to the retiree. No
life insurance coverage will be provided.

In the event of reduction of hours of employment for budgetary reasons during the last twelve

(12) months of employment, the digibility will be determined by the previous forty-eight (48)
months before the reduction.
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ARTICLE 10 - INSURANCE (Continued)

10.19

10.20

Employees who have completed twenty (20) years of full-time service with the City of Saint
Paul and reduce to part-time prior to retirement and who are digible and enrolled in the City's
medica plan continuoudy until retirement shdl be digible for

full-time benefits a retirement.

Early or Regular Retirees who are digible for Employer contribution towards the cost of sngle
coverage only may continue dependent hedlth insurance coverage at their own expense.

Retiring employees who do not meet the Employer's digibility requirements e retirement may
continue coverage at their own expense if they meet the digibility requirements of Chapter
471.61 (formerly Chapter 488) of Minnesota Statute.

Survivor Insurance

10.21

The surviving spouse of an employee carrying family coverage a the time of hisher deeth due
to ajob connected injury or illness which was determined to have arisen out of and in the
course of his’her employment under worker’s compensation law shall continue to be digible for
City contribution in the same proportions as is provided for retired employees.

In the event of the death of an early retiree who retired under Section 10.14 or aregular retiree
who retired under Section 10.16, the dependents of the retiree shal have the option, within
thirty (30) days, to continue the current health insurance coverage which said dependents
previoudy had, at the premium and Employer contribution accorded to the eligible deceased
retiree. Dependents not of record at the time of retirement may continue coverage & their own

expense.

In the event of the deeth of an early or regular retiree who was digible for Employer
contribution towards single hedth insurance coverage only, dependents on the Employer’s plan
at the time of the retireg’ s death may continue coverage at their own expense.

It is further understood that coverage shal cease in the event of:

10.21(2) Subsequent remarriage of the surviving spouse of the deceased employee or
retiree.

10.21(2) The employment of the surviving spouse or dependent where hedlth insuranceis
obtained through a group program provided by said Employer. In this event,
however, the surviving spouse or dependent shal have the right to maintain City
hedlth insurance for the firgt ninety (90) days of said employment.
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ARTICLE 10 - INSURANCE (Continued)

10.22 A retiree may not carry his’her spouse as a dependent if such spouse isdso a City
retiree or City employee and digible for and is enrolled in the City hedlth insurance

Program.

10.23 The contributions indicated in Article 10 shdl be paid to the Employer’ sthird party

adminigtrator.

10.24 Thefollowing list of employeesis agood faith effort by the City and the Association to identify
employees, as of this contract date, who were hired by the City of Saint Paul prior to January
1, 1991, and who have less than twenty (20) years of service with the City of Saint Paul upon
reaching the age of sixty (60). Theintention of the partiesisto include only those employees
that are represented by the Association prior to January 1, 1996, and are still employed by the
City as of the Sgning of this Agreement.

10.24(1)

The following employees will qualify for health insurance coverage as specified
below at the age of sixty (60) with a minimum of fifteen (15) years of service,
The requirements of Section 10.13 must be met by the employee. If any of the
following employees choose to continue their employment beyond age sixty
(60) and attain (20) years of service with the City, they may qudify as provided
for under this Agreement.

Janice Bunde
Janice Gaughan
Mike Foley

The Employer agrees to contribute a maximum of $350.00 per month toward
the cogt of single hedlth insurance coverage offered to Early Retirees. Upon
reaching the age of sixty-five (65), the Employer agreesto contribute a
maximum of $550.00 towards the cost of single hedlth insurance coverage
offered to Regular Retirees. Any unused portion shall not be paid to the retiree.
No Employer contribution will be applied to the cost of dependent health
insurance coverage, nor will Survivors of these employees be digible for
Employer contribution.
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ARTICLE 11 - WORKING OUT OF CLASSIFICATION

11.1  Any employee working an out-of-class assgnment for more than 5 consecutive days shall

11.2

recelve a higher rate of pay for the out-of-class assgnment in the higher classification starting
from the first day the employee was required to work the out-of-class assgnment.  For the
purposes of this Article, an out-of-class assgnment is defined as an assgnment of an employee
to perform, on afull-time bas's, the sgnificant duties and respongbilities of a postion different
from the employee's regular position, and which isin a classfication higher than the classfication
held by the employee. Therate of pay for an approved out-of-class assgnment shall be the
same rate the employee would receive if such employee received aregular appointment to the
next higher classfication in the employee's current class series.

For the following classifications, the provisons of 11.1 shdl not gpply to performance of the
duties of the next higher dasdfication in the job series:

Clerk |
Clerk-Stenographer |
Clerk-Typigt |

ARTICLE 12 - EMPLOYEE RECORDS

121

12.2

12.3

Any written reprimand made concerning any member of this Bargaining Unit which isfiled with
the Human Resources Office or within any City department, shal be shown to the member
beforeit is placed on file. Before the reprimand is placed on file, the City shal request from the
employee an acknowledgment, in writing, that the reprimand has been read by said employee.

Any member of the bargaining unit may, during usuad working hours, with the gpprovd of the
supervisor, review any materid placed in the employee's personned file, after first giving proper
notice to the supervisor in custody of such file.

Any member of the bargaining unit may file agrievance or a discrimination complaint and there
shdl not be retdiation by the City of Saint Paul for such action.
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ARTICLE 13- BULLETIN BOARDS

13.1 The Employer shdl provide reasonable bulletin space for use by the Union in posting notices of

Union business and activities, said bulletin board space shdl not be used by the Union for
political purposes other than Union dections. Use of this bulletin board is subject to approval
of the Department Head.

ARTICLE 14 - WAGES

141

14.2

The wage schedule, for the purposes of this contract, shall be Appendix A, attached hereto.
Both parties agree that the incluson of the classfications and sdary rangesin Appendix "A"
does not preclude the Employer from the following:

Reorganizing

Aboalishing dassfications
Egtablishing new dassfications
Regrading dassfications
Redassifying postions

a s wbdpE

Both parties dso agree that titles and grades in Appendix A refer to employees in the pogtions
a the date of 9gning of the Agreement. No employee in this bargaining unit shdl suffer any
reduction in sdlary because of aregrading or reclassfication during the contract period in which
such regrading or reclassification takes place.

The rates in the wage schedule in Appendix A shal reflect the following adjustments.

Effective January 2, 1999: Two percent (2.0%) increase
Effective July 3, 1999: One hdf percent (0.5%) increase
Effective January 1, 2000 Three percent (3.0%) increase

Retroactive pay adjustments shdl apply only to employees who were employed by the City as
of the date of signing this contract.

Members of the Association trangferring to another bargaining unit that has dready received a

retroactive adjustment for similar effective dates and percentages shdl receive retroactive pay
from these effective dates through the date of their leaving this Association.
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ARTICLE 15- MAINTENANCE OF STANDARDS

15.1 The parties agreethat al conditions of employment relating to wages, hours of work, overtime

differentids, vacations and al other general working conditions shal be maintained at not less
than the highest minimum standard <&t forth in the Civil Service Rules of the City of Saint Paul
and the Saint Paul Sdary Plan and Rates of Compensation at the time of the Sgning of this
Agreement, and the conditions of employment shal be improved wherever specific provisons
for improvement are made e sewhere in this Agreemen.

ARTICLE 16 - LEAVES OF ABSENCE

16.1

16.2

16.3

16.4

L eave of Absence - After three month's employment, an employee may make application for
aleave of absence not to exceed oneyear. A leave of absence shall be granted on the basis
edtablished in the Civil Service Rules (Resolution No. 3250).

Sick Leave - Sick Leave shdl accumulate at the rate of .0576 of aworking hour for each full
hour on the payroll, excluding overtime. Sick leave accumuletion is unlimited. To be digible for
sck leave the employee must report to hishher supervisor no later than one-half hour past
his’her regular scheduled starting time. The granting of sick leave shdl be subject to the terms
and provisons of Resolution No. 3250, of the City of Saint Paul.

Any employee who has accumulated sick leave credits as provided above shal be granted
leave with pay for such period of time as the Head of the Department deems necessary, on
account of sickness or injury of the employee, quarantine established by a public hedlth
enforcement agency, death of the employee's mother, father, spouse, child, brother, sster,
mother-in-law, father-in-law, or other person who is amember of the household; and may be
granted leave with pay for such time asis actually necessary for office vists to adoctor, denti<,
optometrigt, etc.

L eave Without Pay - Any employee who engagesin active service in time of war or other
emergency declared by the proper authority of any of the military or naval forces of the Sate or
of the United States for which leave is not otherwise adlowed by law shdl be entitled to leave of
absence from employment without pay during such service with right of reinstatement and
subject to such conditions as areimposed by law. Such leaves of absence as are granted under
ARTICLE 18 shdl conform to Minnesota Statutes, Section 192, as amended from time to time,
and shdl confer no additiona benefits other than those granted by said Satute.

20



ARTICLE 16 - LEAVES OF ABSENCE (Continued)

16.5

16.6

16.7

16.8

16.9

16.10

Severance Pay - Employees shal be digible for saverance pay in accordance with the
Severance Pay Ordinance No. 16303. The amount of Severance Pay alowed shall be that
amount permitted by State Statutes subject to the provisions that the maximum amount alowed
shall be $4,000.

Jury Duty - Any employee who is required during his’her regular working hours to appear in
court asajuror or witness, except as awitnessin higher own behdf againgt the CITY, shal be
paid hisher regular pay while he/she is S0 engaged. Provided, however, that any feesthat the
employee may receive from the court for such service shal be paid to the CITY and be
deposited with the City Finance Director.

Any employee who is scheduled to work a shift, other than the norma daytime shift, shdl be
rescheduled to work the normal daytime shift during such time as he/she is required to appear in
court asajuror or witness.

Funeral Leave - Any employee who has accumulated sick leave credits, as provided in the
Civil Service Rules, shdl be granted three days of such leave to attend the funerd of the
employee's grandparent or grandchild.

Any employee eected or gppointed to afull time paid pogtion by the exclusive representative
may be granted aleave of absence without pay for not more than one year for the purpose of
conducting the duties of the exclusive representetive.

Mater nity and Parental L eave - Pregnant employees of the City of Saint Paul shal be
eigible for the use of paid sick leave and unpaid leave of absence in the same manner as any
other disabled or ill City employee. Such paid sck |leave digibility shal begin upon certification
by the employee's attending physician that the employee is disabled in terms of her ability to
perform the duties of her pogition.

A twelve (12) month Parenta |eave of absence without pay shal be granted to a natura parent
or an adoptive parent who requests such leave in conjunction with the birth or adoption of a
child. Such leave may be extended an additiond twelve (12) months by mutua agreement
between the employee and the Employer. Refusal on the part of the Employer to grant an
extenson of such leave shdl not be subject to the provisions of Article 6 of this Agreement.

Employees who return following such leaves of absence shdl be placed in a pogtion of
equivaent salary and tenure as the one held just prior to the beginning of their leave.

Education L eave - Leave with pay may be granted for educationa purposes at the option of
the Employer.
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ARTICLE 16 - LEAVES OF ABSENCE (Continued)

16.11 Voluntary Leave - No Pay - A full-time employee may be granted up to 480 hours of

voluntary leave of absence without pay during the fiscal year. During such leave of aosence, the
employee shdl continue to earn and accrue vacation and sick leave, seniority credits and
maintain insurance digibility as though he or she were on the payroll. Any leave of absence
granted under this Article 16.11 is subject to the gpprova of the Department Head. This
provison shdl be effective August 1, 1993.

ARTICLE 17- MILITARY LEAVE OF ABSENCE

171

Pay Allowance - Any employee who shdl be amember of the National Guard, the Nava
Militia or any other component of the militia of the State, now or heresfter organized or
congtituted under state or federa law, or who shall be amember of the Officer's Reserve
Corps, the Enlisted Reserve Corps, the Naval Reserve, the Marine Corps Reserve or any other
reserve component of the military or naval force of the United States, now or heregafter
organized or condtituted under Federd law, shall be entitled to leave of absence from
employment without loss of pay, seniority status, efficiency rating, vacation, Sck leave or other
bendfits for dl the time when such employee is engaged with such organization or component in
training or active service ordered or authorized by proper authority pursuant to law, whether for
dtate or federd purposes, provided that such leave shdl not exceed atota of fifteen (15) days
in any calendar year, and further provided that such leave shdl be dlowed only in case the
required military or nava serviceis satisfactorily performed, which shdl be presumed unlessthe
contrary is established.

Such leave shdl not be dlowed unless the employee (1) returns to higher postion immediately
upon being reieved from such military or nava service and not later than the expiration of time
herein limited for such leave, or (2) is prevented from so returning by physica or menta
disability or other cause not due to such employee's own fault, or (3) isrequired by proper
authority to continue in such military or nava service beyond the time herein limited for such
leave.
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ARTICLE 18- MANAGEMENT RIGHTS

18.1

18.2

The Association recognizes the right of the City to operate and manage its affairsin al respects
in accordance with gpplicable laws and regulations or gppropriate authorities. All rights and
authority which the City has not officialy aoridged, delegated or modified by this Agreement
areretained by the CITY.

A public employer is not required to meet and negotiate on matters of inherent manageria
policy, which include, but are not limited to, such areas of discretion or policy as the functions
and programs of the Employer, its overdl budget, utilization of technology, and organizationa
structure and selection and direction and number of personnd.

ARTICLE 19- SENIORITY

191

19.2

19.3

Seniority, for the purpose of this Agreement, shal be defined asfollows. The length of
continuous, regular and probationary service with the Employer from the date an employee was
firgt certified and appointed to a class title covered by this Agreement, it being further
understood that seniority is confined to the current class assgnment held by an employee. In
cases where two or more employees are appointed to the same class title on the same date, the
seniority shal be determined by employee's rank on the digible list from which certification was
made.

Seniority shdl terminate when an employee retires, resigns, or is discharged.

In the event it is determined by the Employer that it is necessary to reduce the work force,
employees will be laid off by class title within each department based on inverse length of
seniority as defined above. However, when layoff occursin any of the titles listed below under
Column A, layoff shdl be based on inverse length of total seniority in dl titles ligted on the
corresponding line under Column B.

The Department will identify such least senior employee in the department reducing positions,
and shdl notify said employee of higher reduction from the department. If there are any
vacancies in any of the titles under Column B on which seniority was based, in any other City
Department, the Human Resources Department shdl place the affected employeein such
vacancy.

If two or more vacant positions are available, the Human Resources Office shal decide which
vacant postions the affected employee shdl fill. If no vacancy exigtsin such titles, then the least
senior City employeein such titles shdl be identified, and if the employee affected by the
original departmenta reduction is more senior, he/she shal have the right to claim that position
and the least senior City employee in such titles shall be the employee laid off. For the
purposes of this article, the Board of Education is not included as a City department nor isa
Board of Education employee included as a City employee.
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ARTICLE 19- SENIORITY (Continued)
Coumn A Column B
Clerk | Clerk I, Clerk 11
Clerk 11 Clerk I, Clerk 11
Clerk-Typist | Clerk-Typist I, Clerk-Typist I
Clerk-Typigt Il Clerk-Typigt II, Clerk-Typist |
Clerk-Stenographer | Clerk-Steno I, Clerk-Steno 11
Cashier | Cashier |, Cashier |1
Cashier I Cashier 11, Cashier |
Accounting Machine Operator | Accounting Machine Operator |
Accounting Machine Operator |1
Accounting Machine Operator |1 Accounting Machine Operator |1
Accounting Machine Operator |
Data Entry Operator | Data Entry Operator |, Data Entry Operator |1
Data Entry Operator 11 Data Entry Operator |1, Data Entry Operator |
Duplicating Equip. Operator Trainee Duplicating Equip. Operator Trainee,
Duplicating Equip. Operator
Duplicating Equip. Operator Duplicating Equip. Operator,
Duplicating Equip. Operator Trainee
19.4  In caseswhere there are promotional series such as Clerk 1, 11, 111, etc., when the number of
employeesin these higher titlesis to be reduced, employees who have held lower titles which
arein this bargaining unit will be offered reductions to the highest of these titles to which class
seniority would keegp them from being laid off, before layoffs are made by any dasstitle within
any department.
19.5 In caseswhere an employee to be laid off has held no regular appointment in alower titlein the

same promotiona series as higher current title, that employee will be offered areduction to the
title within the bargaining unit to which he/she was regularly gppointed immediatdy prior to
higher current title, 30 long asthere is either avacancy or if no vacancy exids aless senior
employee in such title may be displaced. In cases where an employee to be laid off hasheld no
regular gppointment to any titlesimmediately prior to hisher current title, said employee shdl be
laid off. The employee reducing into atitle formerly hed must satisfactorily complete a
gx-month probationary period in such title.

If the probationary period is not satisfactory, the employee shall, a any time during the
probationary period, be reinstated to higher former title and shall be laid off, but such

employee's name will be placed on the reinstatement register in his’her former title and

"bumping” rights herein shal not again apply to such employee.
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ARTICLE 19- SENIORITY (Continued)

This procedure will be followed by the City for City employees, and by the Board of Educetion
for Board of Education employees, however, City employees being reduced or laid off may not
displace Board of Education employees, Board of Education employees being reduced or laid
off may not diplace City employees.

19.6 Itisunderstood that such employeeswill pick up their former seniority datein any class of
positions that they previoudy held.

19.7 Recdl from layoff shdl bein inverse order of layoff, except that recdl rights shal expire after
two years of layoff.

ARTICLE 20 - DISCIPLINE

20.1 The EMPLOYER will discipline employeesfor just cause only. Discipline will bein the form
of:
20.1 Ord reprimand;
20.2  Written reprimand;
20.3  Sugpenson;
20.4 Reduction;
20.5 Dischage

The listing above of 20.1 through 20.5 does not indicate that such forms of discipline must be
progressive and in such order for any one employee.

20.2 Suspensions, reductions and discharges will be in written form.

20.3 Employees and the Association will receive copies of written reprimands and notices of
suspension and discharge.

20.4 Employees may examine dl information in their Employer personnd files that concerns work
evauations, commendations and/or disciplinary actions. Files may be examined at reasonable
times under direct supervison of the Employer.

20.5 Dischargeswill be preceded by afive (5) cdendar day preliminary suspension without pay.
During said period, the employee and/or Association may request, and shall be entitled to a
meseting with the Employer representative who initiated the suspension with intent to discharge.
During said five (5) caendar day period, the Employer may affirm the sugpension and discharge
in accordance with Civil Service Rules, or may modify or withdraw same.

20.6  Anemployee who is being questioned in adisciplinary investigation which could lead to

discipline of the employee shdl be offered the right to have an Association representative
present during questioning.

25



ARTICLE 21 - LEGAL SERVICES

21.1 Exceptin cases of mafeasance in office or willful or wanton neglect of duty, the Employer shdll
defend save harmless and indemnify an employee, and/or hisher estate, againgt any claim or
demand, whether groundless or otherwise, arisng out of an dleged act or omisson occurring in
the performance and scope of the employee's duties.

21.2 Notwithstanding Article 21.1, the Employer shal not be responsible for paying any legd service

fee or for providing any legd service arisng from any legd action where the employee isthe
Plaintiff.

ARTICLE 22 - NO STRIKE - NO LOCKOUT

22.1 Neither the Association, its officers or agents, nor any of the employees covered by this
Agreement will engage in, encourage, sanction or support any drike, or the withholding in
whole or in part of the full performance of their duties during the life of this Agreement, except
as specificaly dlowed by the Public Employment Labor Relations Act. In the event of a
violation of this article, the Employer will warn employees of the consequences of their action
and shdl ingruct them to immediately return to their normd duties. Any employee who failsto
return to his’her full duties within twenty-four (24) hours of such warning may be subject to the
pendlties provided in the Public Employment Labor Relations Act.

22.2 Nolockout, or refusa to alow employeesto perform available work, shal be ingtituted by the
Employer and/or its appointing authorities during the life of this Agreement.

ARTICLE 23 - SEVERANCE PAY
23.1 TheEmployer shdl provide three distinct severance pay plans as sat forth in this Article.

Eligibility Requirements
23.2 Tobedigiblefor any of the saverance pay plans, an employee must meet the following
requirements.

23.2(1) The employee must be voluntarily separated from City employment or have been subject to
separaion by layoff or compulsory retirement. Those employees who are discharged for
cause, misconduct, inefficiency, incompetency, or any other disciplinary reason are not
eigible for the City severance pay plan.
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ARTICLE 23 - SEVERANCE PAY (Continued)

23.2(2) Theemployee mud file awaiver of re-employment with the Director of Human Resources,
which will clearly indicate that by requesting severance pay, the employee waives dl clams
to reinstatement or re-employment (of any type), with the City.

Severance Pay Plan 1 (All CCEA members)
23.3 Inaddition to the requirements listed in 23.2, an employee must meet the following

requirements:

23.3(1) Theemployee must be regularly gppointed to atitle covered by this Agreement
prior to January 1, 1990.

23.3(2) Theemployee must have at least ten (10) years of consecutive service under the
classfied or unclassfied Civil Service a the time of separation.

23.3(3) Theemployee must have accumulated a minimum of sixty (60) days of Sck leave
credits a the time of higher separation from service.

23.3(4) Theemployee must be 58 years of age or must be digible for a non-reduced
pension under the provisons of the Public Employees Retirement Association
(PERA). For City employees covered by apension plan other than PERA, such
employees must be digible for a non-reduced pension under the provisons of that
particular pension plan.

23.3(5) ' Themaximum amount of money that any employee may obtain through this

severance pay plan is $6,500 to be calculated as set forth in Section 23.6 below.

Severance Pay Plan 2 (Clerical and Technical CCEA membersonly)

23.4 For each digible employee working in atitle lised in ARTICLE 1.2 under the heading "Clerica
and Technica Group,” the Employer shdl provide a severance pay plan as st forth in this
section 23.4. In addition to the requirements listed in 23.2, an employee must meet the
following requirements:

23.4(1)

The employee must have an accumulated balance of &t least eighty (80) days of sick
leave credits at the time of his’her separation from service.
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ARTICLE 23 - SEVERANCE PAY (Continued)

23.4(2) Theyears of service requirement and corresponding maximum amount of money that any
employee may obtain through this severance pay plan is shown in the table below to be
caculated as st forth in Section 23.6 below.

Yearsof Service Maximum
with the City Sever ance Pay
At Least 20 $ 5,000
21 6,000
22 7,000
23 8,000
24 9,000
25 10,000

Severance Pay Plan 3 (Professional CCEA membersonly)

23.5 For each digible employee working in atitle listed in ARTICLE 1.2 under the heading
"Professond Group,” the Employer shal provide a severance pay plan as st forth in this
section 23.5. In addition to the requirements listed in 23.2, an employee must meet the
following requirements:

23.6

23.5(1)

23.5(2)

23.5(3)

23.5(4)

The employee must be 58 years of age or older or be eigible for penson under the
provisons of the Public Employees Retirement Association (PERA).  For City
employees covered by a pension plan other than PERA, such employees must be
eligible for a non-reduced pension under the provisons of that particular pension

plan.

The employee must have an accumulated balance of &t least eighty (80) days of sick
leave credits at the time of higher separation from service.

The employee must have at least twenty (20) years of service under the classified or
unclassfied Civil Service a the time of separation, the last five of which must be
consecutive.

The maximum amount of money that any employee may obtain through this
severance pay plan is $10,000 to be caculated as set forth in Section 23.6 below.

If an employee requests saverance pay and if the employee meets the digibility requirements st
forth above, he/she will be granted severance pay in an amount equa to one-hdf of the daily
rate of pay for the position held by the employee on the date of separation for each day of
accrued sick leave subject to a maximum of 200 accrued sick leave days.
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ARTICLE 23 - SEVERANCE PAY (Continued)

23.7

23.8

23.9

23.10

23.11

23.12

23.13

For the purpose of this severance plan, an employee who voluntarily separates from
employment with the City of Saint Paul for employment with Independent School Didtrict No.
625 shdl be digible for saverance pay if the employee meets the digibility requirements set
forth above.

For the purpose of this Article, for those employees hired by the City before

February 27, 1998, employment in ether the City or in the Independent Schoal
Didrict No. 625 may be used in meeting the years of service requirements in Section 23.3,
Section 23.4 or Section 23.5. Employees hired by the City, or transferring to the City, on or
after February 27, 1998 may not use employment in the Independent School Digtrict No. 625
in meeting the years of service requirements in Section 23.3, Section 23.4 or Section 23.5.

This severance pay plan shdl be subject to and governed by the provisons of City Ordinance
N0.11490 except in those cases where the specific provisons of this Article conflict with said
ordinance, and in such cases, the provisons of this Article shall control.

The manner of payment of such severance pay shal be made in accordance with the provisons
of City Ordinance No. 11490.

For the purpose of these severance pay plans, the death of an employee shall be considered as
separation of employment and if the employee would have met dl of the requirements set forth
above, (at the time of his’her death), payment of the severance pay shal be made to the
employee's spouse or estate.

Employees may qudify for either Severance Pay Plan 1 (Section 23.3) or Severance Pay Plan
2 (Section 23.4) or Severance Pay Plan 3 (Section 23.5). An eection by an employee to draw
severance pay under one Section shdl condtitute a bar to drawing severance pay under any
other provison set forth in this agreement.

Any employee hired prior to December 31, 1983 may, in any event, and upon meeting the
qualifications of this Article or City Ordinance No. 11490, as amended by City Ordinance No.
16303, section 1, section 6, draw severance pay. However, an election by the employeeto
draw severance pay under either this ARTICLE or City Ordinance 11490, as amended by City
Ordinance No. 16303, shdl congtitute a bar to receiving severance pay from the other. Any
employee hired after December 31, 1983 shdl only be entitled to the benefits of this Article
upon meeting the qudifications heran.
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ARTICLE 24 - NONDISCRIMINATION

24.1 Thetermsand conditions of this Agreement will be applied to employees equaly without regard
to, or discrimination for or againgt, any individual because of race, color, creed, sex, age,
disability, or because of membership or non-membership in the Association.

24.2 Employeeswill perform their duties and responsibilities in a nondiscriminatory manner as such
duties and respongbilities involve other employees and the generd public.

24.3 Employees covered by this contract will be covered by the City Policy regarding
nondiscrimination and sexua harassment, as well as gpplicable locd, state and federd laws.

ARTICLE 25- SICK LEAVE USAGE FOR DEPENDENT CARE

25.1 Inthecaseof asariousillness or disability of an employee's child, parent or household member,
the head of the department shall grant leave with pay in order for the employee to care for or
make arrangements for the care of such sick or disabled persons. Such paid leave shdl be
drawn from the employeg's accumulated sick leave credits. Use of such sick leave shdl be
limited to 40 hours per incident.

25.2 TheHead of the Department or the Human Resources Director may require a physician's
certificate or additiona certificates at any time during an employee's use of sick leave for the
purposes stated in 25.1 above. All such certificates shal be forwarded by the appointing
officer to the Human Resources Office.

If an employee is absent because of the provisons of Article 25.1 for three or fewer caendar
days he/she shdl submit to the head of the Department a certificate sgned by the employee
gating the nature of the child, parent, or household member's sickness. If the sickness
continues for more than three calendar days, no further sick leave shal be granted unless or
until aphysician is consulted. The sick leave may be continued from and include the day of
consultation, but only if a certificate Sgned by the physician certifying to the nature and period
of the person's sickness is submitted and approved by the head of the department and
forwarded to the Human Resources Office.

25.3 Nosck leave shdl be granted for the above reasons unless the employee reports to his/her
department head the necessity for the aosence not later than one-hdf hour after his’her regularly
scheduled time to report for work, unless he/she can show to the satisfaction of the Department
Head that the failure to report was excusable.

25.4  Anemployee shdl be paid under the provisons of this paragraph only for the number of days
or hours for which he/she would normally have been paid if he/she had not been on sick leave.
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ARTICLE 26 - TERMS OF AGREEMENT

26.1

26.2

26.3

26.4

Complete Agreement and Waiver of Bargaining - This Agreement shdl represent the
complete Agreement between the Association and the City of Saint Paul. The parties
acknowledge that during the negotiations which resulted in this Agreement, each had the
unlimited right and opportunity to make requests and proposas with respect to any subject or
meatter not removed by law from the area of collective bargaining, and that the complete
undergtandings and agreements arrived a by the parties after the exercise of that right and
opportunity are set forth in this Agreement. Therefore, the City and the Association, for the life
of this Agreement, each voluntarily and unqudifiedly waives the right, and each agrees that the
other shdl not be obligated to bargain collectively with respect to any subject or matter referred
to or covered in this Agreement.

Savings Clause - This Agreement is subject to the laws of the United States, the State of
Minnesota, and the City of Saint Paul. In the event any provision of this Agreement shdl hold
to be contrary to law by a court of competent jurisdiction from whaose find judgment or decree
no apped has been taken within the time provided, such provison shdl bevoided. All other
provisons shdl continue in full force and effect.

Terms of AGREEMENT - This Agreement shdl bein full force and effect from January 1,
1999 thru December 31, 2000 and shdl be automaticaly renewed from year to year theresfter
unless ether party shdl notify the other in writing by June 1, that it desres to modify or
terminate this Agreement. In witness whereof, the parties have caused this Agreement to be
executed this day of August 1999.

This condtitutes a tentative Agreement between the parties which will be recommended by the
Director of Labor Relations, but is subject to the approva of the Adminigration of the City, the
City Council and is dso subject to ratification by the City of Saint Paul Classified Confidentia
Employees Associdtion.

WITNESSES:

CLASSIFIED CONFIDENTIAL

CITY OF SAINT PAUL EMPLOYEES ASSOCIATION

Terry Hdtiner John Brandtjen
Labor Relations Manager Association President
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A
(1)
712.36
715.92
737.40

742.13
745.84
768.22

759.02
762.82
785.70

769.96
773.81
797.02

855.35
859.63
885.42

892.07
896.53

B
(2)
737.19
740.88
763.11

766.97
770.80
793.92

783.87
787.79
811.42

796.75
800.73
824.75

887.12
891.56
918.31

922.68
927.29

APPENDIX A
CLERICAL TITLES

GRADE 07C
804C CLERICAL TRAINEE

C D E F 10-yr. 15yr. 20-yr. 25yr.
® @ 6 6 O ¢ O «d€
760.99 787.82 814.64 845.41 861.32 893.40 904.21 915.00
764.79 791.76 818.71 849.64 865.63 897.87 908.73 919.58
787.73 815.51 843.27 875.13 891.60 924.81 935.99 947.17

GRADE 09C
111C CLERK |

794.79 820.61 851.36 880.20 899.06 934.25 945.05 955.86
798.76 824.71 855.62 884.60 903.56 938.92 949.78 960.64
822.72 849.45 881.29 911.14 930.67 967.09 978.27 989.46

GRADE 10C
100C SERVICE WORKER |1

807.68 836.48 863.30 895.04 919.35 956.05 966.84 977.64
811.72 840.66 867.62 899.52 923.95 960.83 971.67 982.53
836.07 865.88 893.65 926.51 951.67 989.65 1000.82 1012.01

GRADE 11C
121C CLERK-TYPIST |

825.55 853.34 884.12 919.35 941.91 976.69 987.49 998.31
829.68 857.61 888.54 923.95 946.62 981.57 992.43 1003.30
854.57 883.34 915.20 951.67 975.02 1011.02 1022.20 1033.40

GRADE 16C
112C CLERK |1

920.43 955.82 996.83 1038.51 1065.12 1111.67 1122.47 1133.28
925.03 960.60 1001.81 1043.70 1070.45 1117.23 1128.08 1138.95
952.78 989.42 1031.86 1075.01 1102.56 1150.75 1161.92 1173.12

GRADE 18C
122C CLERK-TYPIST Il

966.54 1006.09 1047.75 1095.25 1123.05 1170.46 1181.26 1192.06
971.37 1011.12 1052.99 1100.73 1128.67 1176.31 1187.17 1198.02

923.43 955.11 1000.51 1041.45 1084.58 1133.75 1162.53 1211.60 1222.79 1233.96
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APPENDIX A - CLERICAL (Continued)

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

GRADE 23C
113C CLERK I

A B C D E F 10-yr. 15-yr. 20-yr. 25-yr.

1) @@ 6 @& 6 6 O ® (© 109
1006.09 1047.75 1095.25 1142.73 1194.86 1244.67 1279.40 1331.49 1342.30 1353.12
1011.12 1052.99 1100.73 1148.44 1200.83 1250.89 1285.80 1338.15 1349.01 1359.89
1041.45 1084.58 1133.75 1182.89 1236.85 1288.42 1324.37 1378.29 1389.48 1400.69

GRADE 24C
123C CLERK-TYPIST Il

1032.70 1079.01 1124.17 1175.15 1229.61 1281.72 1317.60 1372.65 1383.45 1394.26
1037.86 1084.41 1129.79 1181.03 1235.76 1288.13 1324.19 1379.51 1390.37 1401.23
1069.00 1116.94 1163.68 1216.46 1272.83 1326.77 1363.92 1420.90 1432.08 1443.27

GRADE 29C
045C CLERK IV

1145.04 1200.63 1253.95 1314.15 1373.22 1438.04 1478.60 1540.76 1551.58 1562.39
1150.77 1206.63 1260.22 1320.72 1380.09 1445.23 1485.99 1548.46 1559.34 1570.20
1185.29 1242.83 1298.03 1360.34 1421.49 1488.59 1530.57 1594.91 1606.12 1617.31

GRADE 31C
297C HUMAN RESOURCES RECORDS CLERK
248C SECRETARY

1209.88 1263.18 1322.26 1382.51 1448.49 1515.68 1558.51 1623.08 1633.89 1644.70
1215.93 1269.50 1328.87 1389.42 1455.73 1523.26 1566.30 1631.20 1642.06 1652.92
1252.41 1307.59 1368.74 1431.10 1499.40 1568.96 1613.29 1680.14 1691.32 1702.51

GRADE 32C
249C SECRETARY (STENOGRAPHER)

1243.51 1302.53 1360.47 1424.18 1490.22 1559.68 1604.88 1674.78 1685.59 1696.38
1249.73 1309.04 1367.27 1431.30 1497.67 1567.48 1612.90 1683.15 1694.02 1/04.86
1287.22 1348.31 1408.29 1474.24 1542.60 1614.50 1661.29 1733.64 1744.84 1756.01

GRADE 33C
402C BENEFITS SPECIALIST

1277.06 1338.47 1399.86 1463.55 1531.88 1604.88 1650.02 1720.61 1731.41 1742.22
1283.45 1345.16 1406.86 1470.87 1539.54 1612.90 1658.27 1729.21 1740.07 1750.93
1321.95 1385.51 1449.07 1515.00 1585.73 1661.29 1708.02 1781.09 1792.27 1803.46



APPENDIX A - CLERICAL (Continued)

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

GRADE 34C
506C CLERICAL SUPERVISOR

A B C D E F 10-yr. 15yr. 20-yr. 25-yr.

@ @ 6 & 6 6 0O © O @
1314.15 1373.22 1438.04 1502.96 1573.57 1650.02 1695.18 1768.81 1779.65 1790.44
1320.72 1380.09 1445.23 1510.47 1581.44 1658.27 1703.66 1777.65 1788.55 1799.39
1360.34 1421.49 1488.59 1555.78 1628.88 1708.02 1754.77 1830.98 1842.21 1853.37

APPENDIX A
TECHNICAL TITLES

GRADE 30S
201C EDP PROGRAMMER TRAINEE

A B C D E F 10-yr. 15yr. 20-yr. 25-yr.

@ @ 6 & 6 6 0O © O @
1169.95 1219.41 1268.85 1324.78 1381.73 1441.93 1478.50 1541.07 1555.87 1570.65
1175.80 1225.51 1275.19 1331.40 1388.64 1449.14 1485.89 1548.78 1563.65 1578.50
1211.07 1262.28 1313.45 1371.34 1430.30 1492.61 1530.47 1595.24 1610.56 1625.86

GRADE 34S
686C ACCOUNTING TECHNICIAN I

1290.41 1348.44 1406.49 1467.78 1532.27 1598.90 1641.97 1709.11 1723.91 1/38.69
1296.86 1355.18 1413.52 1475.12 1539.93 1606.89 1650.18 1717.66 1732.53 1747.38
1335.77 1395.84 1455.93 1519.37 1586.13 1655.10 1699.69 1769.19 1784.51 1799.80

GRADE 36S
567C EDP PROGRAMMER

1360.28 1419.37 1480.67 1545.17 1613.98 1687.09 1732.27 1805.18 1819.95 1834.73
1367.08 1426.47 1488.07 1552.90 1622.05 1695.53 1740.93 1814.21 1829.05 1843.90
1408.09 1469.26 1532.71 1599.49 1670.71 1746.40 1793.16 1868.64 1883.92 1899.22

GRADE 40S
921C HUMAN RESOURCES TECHNICIAN 111

1511.49 1573.58 1644.71 1714.70 1794.99 1883.27 1922.39 2001.66 2016.46 2031.25

1519.05 1581.45 1652.93 1723.27 1803.96 1892.69 1932.00 2011.67 2026.54 2041.41
1564.62 1628.89 1702.52 1774.97 1858.08 1949.47 1989.96 2072.02 2087.34 2102.65
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APPENDIX A
PROFESSIONAL TITLES

GRADE 07R

331C HUMAN RESOURCES SPECIALIST |
392C RESEARCH ANALYST |

630C BUDGET ASSISTANT

A B C D E F G 10yr. 15yr.

«y 2 € 4 ® (© (7) ® 9
1-2-99 1225.70 1274.77 1327.25 1392.21 1462.97 1535.98 1611.21 1659.13 1707.00
7-3-99 1231.83 1281.14 1333.89 1399.17 1470.28 1543.66 1619.27 1667.43 1715.54
1-1-00 1268.78 1319.57 1373.91 1441.15 1514.39 1589.97 1667.85 1717.45 1767.01

GRADE 11R
332C HUMAN RESOURCES SPECIALIST I

1-2-99 1379.70 1435.58 1492.60 1566.73 1644.28 1727.60 1811.95 1862.11 1921.47
7-3-99 1386.60 1442.76 1500.06 1574.56 1652.50 1736.24 1821.01 1871.42 1931.08
1-1-00 1428.20 1486.04 1545.06 1621.80 1702.08 1788.33 1875.64 1927.56 1989.01

GRADE 13R
631C BUDGET ANALYST

1-2-99 1464.09 1521.14 1582.70 1662.56 1742.37 1830.23 1923.73 1979.63 2035.46
7-3-99 1471.41 1528.75 1590.61 1670.87 1751.08 1839.38 1933.35 1989.53 2045.64
1-1-00 1515.55 1574.61 1638.33 1721.00 1803.61 1894.56 1991.35 2049.22 2107.01

GRADE 14R
333C HUMAN RESOURCES SPECIALIST Il
309C TRAINING AND ORG DEVELOPMENT SPEC.

1-2-99 1507.46 1566.73 1629.46 1710.48 1797.14 1884.98 1979.63 2037.78 2098.24
7-3-99 1515.00 1574.56 1637.61 1719.03 1806.13 1894.40 1989.53 2047.97 2108.73
1-1-00 1560.45 1621.80 1686.74 1770.60 1860.31 1951.23 2049.22 2109.41 2171.99

GRADE 015
247C RISK ANALYST

1-2-99 1553.07 1615.77 1678.50 1760.66 1849.58 1940.85 2037.78 2100.55 2162.12

7-3-99 1560.84 1623.85 1686.89 1769.46 1858.83 1950.55 2047.97 2111.05 2172.93
1-1-00 1607.67 1672.57 1737.50 1822.54 1914.59 2009.07 2109.41 2174.38 2238.12
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APPENDIX A - PROFESSIONAL (Continued)

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

1-2-99
7-3-99
1-1-00

GRADE 16R
413C SELECTION & VALIDATION SPEC.
224C EMPLOY EE BENEFH TS COORDINATOR

A B C D E F G 10yr. 15yr.

«y @ O 4 ® ® ® O
1594.61 1658.50 1723.49 1810.17 1900.28 1994.94 2095.29 2156.90 2219.62
1602.58 1666.79 1732.11 1819.22 1909.78 2004.91 2105.77 2167.68 2230.72
1650.66 1716.79 1784.07 1873.80 1967.07 2065.06 2168.94 2232.71 2297.64

GRADE 19R
620A WORKERS COMPENSATION CLAIMSAD
632C SENIOR BUDGET ANALY ST

1748.10 1816.51 1887.21 1981.91 2081.12 2184.91 2295.55 2360.55 2431.25
1756.84 1825.59 1896.65 1991.82 2091.53 2195.83 2307.03 2372.35 2443.41
1809.55 1880.36 1953.55 2051.57 2154.28 2261.70 2376.24 2443.52 2516.71

GRADE 26R
569A CLAIMS MANAGER
633C CHIEF BUDGET ANALY ST

2147.30 2231.65 2322.88 2434.66 2559.04 2686.74 2820.16 2904.57 2987.85

2158.04 2242.81 2334.49 2446.83 2571.84 2700.17 2834.26 2919.09 3002.79
2222.78 2310.09 2404.52 2520.23 2649.00 2781.18 2919.29 3006.66 3092.87
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